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ABSTRACT: Organizational climate is a key to the success of any organization as it decides the 
behaviour and attitude of employees towards their job. Therefore it becomes extremely important for the 
organization to have proper climate. It also affects the job satisfaction level of employees through its 
various dimensions. Satisfied employees can provide better quality of service thereby satisfied 
customers.  The current study aims at studying the organizational climate and its impact on job 
satisfaction of employees. Primary data using questionnaire was used in the study and the sample size of 
the study was 100 employees of selected branches of State Bank of India.  
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INTRODUCTION  
Today organization is surrounded by fast 
changing and dynamic environment. 
Development and survival of an organization 
depends on the knowledge, skills and 
capabilities of its employees. So only a well 
satisfied employee will be committed and 
dedicated to his/her work, would demonstrate 
creativity and aim towards fulfilling the needs 
and objectives of organization. Employee 
satisfaction and motivation represent the core 
principle of human resource management since 
only through quality motivations systems 
organization can increase its competitive 
advantage and value.          
The earlier role of the banking sector in India 
was to act as a change agent to promote social 
and economic development. So in order to 
achieve this developmental objective and to 
have a direct Governmental control on banks, 
most of the major banks were nationalized in the 
year 1969. After nationalization several changes 
have taken place in these banks. But today 
private sector banks are also playing an 
important role and often considered as 
competitors to nationalized banks. Therefore it 
becomes increasingly interesting to understand 
the dynamics of internal environment in various 
types of banks and its impact on job satisfaction 
of employees.  
----------------------------------------------------------
------------------------------------------------------ 
Many evidences are available in literature which 
indicates that organizational climate is closely 
associated with employee and his job. Many 
studies have shown that organizational climate 
is related with employee performance, employee 
turnover, reducing cost of production, training 
time and job satisfaction. 
Organizational climate has a major influence on 
human performance as it has its impact on 
individual motivation and job satisfaction. 
Climate does this by creating expectations about 
what consequences will follow from different 
actions. Employees have certain expectation in 
terms of rewards and satisfaction on the basis of 
their perception of the organization’s climate. 
Individuals in the organization have certain 
expectations, and fulfilment of these depends 
upon their perception whether organizational 
climate suits according to their needs or not 
(Lehal, 2004). So, organizational climate is 
directly related with the performance of 
employees working in any organization. 
Wendell et al, (2004) explains that 
organizational climate is people’s perception 
and attitude about the organization – as to what 
is good or bad place to work, friendly or 
unfriendly, hardworking or easy-going, and so 
forth where as the organization culture is the 
deep-seated assumptions, values, and beliefs 
that are enduring, often unconscious, and 
difficult to change. He also argued that climate 
is relatively easy to change because it is built on 
employees perceptions.  
Profile of State Bank of India: 
State Bank of India is an Indian Multinational, 
public sector banking and financial services 
company. It is a government owned corporation 
with its headquarters in Mumbai Maharashtra. 
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The bank traces its ancestry to British India, 
through the Imperial Bank of India, to the 
founding, in 1806, of the Bank of Calcutta, 
making it the oldest commercial bank in 
the Indian Subcontinent. Bank of 
Madras merged into the other two "presidency 
banks" in British India, Bank of 
Calcutta and Bank of Bombay, to form 
the Imperial Bank of India, which in turn 
became the State Bank of India in 1956. 
Government of India owned the Imperial Bank 
of India in 1955, with Reserve Bank of 
India (India's Central Bank) taking a 60% stake, 
and renamed it the State Bank of India.  
In 1959, there were eight associates of SBI but 
the current five associate banks of SBI are: 
 State Bank of Bikaner & Jaipur   
 State Bank of Hyderabad 
 State Bank of Mysore    
 State Bank of Patiala  
State Bank of Travancore  
SBI is one of the largest employers in the 
country having 222,033 employees as on 31 
March 2014, out of which there were 45,132 
female employees (20%) and 2,610 (1%) 
employees with disabilities.1  
LITERATURE REVIEW  
Fatemeh Asadi (2015) studied the relationship 
between job satisfaction and organizational 
climate among high schoolteachers of the 
Department of education in the city of Qods. 
Population under the study consisted of 200 
high school teachers out of which 132 were the 
sample size. Data was analysed using t-test and 
Pearson correlation coefficient.  The finding of 
the study showed that there was a direct and 
positive relationship between organizational 
climate and job satisfaction. Dimensions of 
organizational climate and planning on the basis 
of those dimensions were the cause to increase 
employees’ satisfaction.2  
Mr. P. Siva Kumar, Dr. R. Kannappa (2014) 
investigated organizational climate and its 
impact on job satisfaction of doctors in 
multispecialty private hospitals. The objective 
of the study was to examine the demographic 
factors which were pertinent to organizational 
climate and job satisfaction of doctors. The 
factors of job satisfaction used in the study were 
extrinsic reward, support, reward & recognition, 
work balance, stress/work load, opportunity to 
develop, responsibility and professional status. 
And that of organizational climate were 
environment, team work, autonomy, challenging 
job, involvement, training, innovation and 
commitment.3   
Jeevan Jyoti (2013) found job satisfaction 
along with organizational climate plays a vital 
role in retaining the employees as well as 
enhancing their commitment towards the 
organization. It measured the impact of 
organizational climate on job satisfaction, job 
commitment and intention to leave with the help 
of regression analysis. The study also had 
highlighted relationships between different 
variables and specific factors responsible for 
variations in this variables.4  
John Schulz (2013) study focused on 
academics in research-intensive universities in 
the UK and explored their perceptions of 
organizational climate, role conflict, role 
ambiguity and job satisfaction. The findings 
suggested that the universities had multiple 
organizational climates- the Clan, the Hierarchy 
and the Adhocracy and the Market climate. The 
Clan climate emphasized academic governance 
processes. It is characterized by high flexibility, 
individuality and spontaneity, but also focuses 
on the internal relations between staff members. 
Decision-making is democratic and leaders in 
this climate encourage teamwork and 
collaboration. The Hierarchy climate can be 
equated with bureaucracy. This climate 
encourages rules, regulations and 
standardization of organizational practices that 
focus on accountability and control. The 
Adhocracy climate, like the Clan, encourages 
flexibility and individuality, but unlike the Clan, 
it has an external focus. This climate 
emphasizes enterprise, innovation and 
development and encourages entrepreneurial 
practices amongst academic staff. The final type 
the Market climate has a strong goal 
accomplishment focus and focuses on the 
university’s performance in a competitive 
market. Power in this climate becomes 
centralized. 
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The paper explored how organizational climate 
influence the relationship between role stress 
and job satisfaction. The findings of the study 
found that only the Clan-type climate was 
directly related to high levels of job satisfaction. 
Clan climate gave individuals control by 
allowing them to participate in management – 
reducing conflict and creating clarity –and 
intrinsically satisfying by creating a supportive 
environment.5 
Niaz Ahmed Bhutto, Minhoon Khan Laghari, 
Falah-ud-Din Butt (2012) study investigated 
the relationship between measures of 
organization climate and measures of job 
satisfaction in public, private and foreign banks 
applied to executives. The study also determined 
that the perceptions of different employees are 
different about organizational climate and job 
satisfaction.  The relationship between 
organizational climate and job satisfaction 
indicates that if a person is satisfied from his/her 
job, salary, promotions, co-workers etc, he/she 
will also perceive the climate of organization in 
which he/she is working more favourable for 
him/her. If any executive perceives 
organizational climate unfavourable he will be 
relatively less satisfied with his job. 
Data was collected through personally 
administered questionnaires based on 42 
questions from the 12 branches of banks under 
consideration. Fourteen questions were related 
to organizational climate, other fourteen for job 
satisfaction and the same numbers of questions 
were used to investigate the impact of 
organizational climate on job satisfaction. Two 
hypotheses were formulated and tested through 
Kruskal Wallis test, where as multiple 
regression analysis were used to investigate the 
impact of 14 sub factors of organizational 
climate on job satisfaction. 
The analysis conducted found the differences 
between public, private and foreign banks in 
relation to the organizational climate and 
employee’s job satisfaction in the banking 
sector of Pakistan. Organisational climate as an 
independent variable which further had 14 sub 
factors: structure, identity, human relation, 
equity, empowerment, Delegation of power, 
decision making, training and rewards and their 
influence on job satisfaction was analysed. The 
study concluded that out of 14 sub factors of 
organizational climate three factors; 
organizational structures, identity, and human 
relations have a positive and significant relation 
with job satisfaction. Two factors; equity and 
empowerment are negative but significantly 
related to job satisfaction.6 
Reecha Ranjan Singh, Amit Chauhan, 
Sangeeta Agrawal , Saurabh Kapoor(2011)  
found how various factors of organization 
climate correlates with job satisfaction in 
Telecommunication sector. The favourable 
organization climate would enhance job 
satisfaction among employees of all the four 
companies (Reliance, Airtel, Idea, and Tata). 
Data was collected from 112 executives of all 
four companies. The study attempted to find out 
the root cause of problems with organizational 
climate and job satisfaction with relation to 
managers at all levels.  
It identified 15 factors of organization climate- 
Structure, Responsibility, Reward, Initiative, 
Risk, Warmth, Support, Standard, Conflict, 
Identity, Leadership, Delegation, Human 
Relations, Communication, Grievance Handling 
and Decision Making.  Different factors that can 
affect the job satisfaction of person such as 
promotion, salary, confidence in management, 
favouritism, general supervision, working 
conditions, qualifications and experience, job 
security, team spirits etc. was included in job 
satisfaction questionnaire. 
The results of study concluded that the 
perception of organizational climate and levels 
of job satisfaction of the executives are not 
equal across the four organizations under study. 
The executives of the same organizations or of 
different organizations have different levels of 
organizational climate and job satisfaction. Even 
after availing the same type of facilities in the 
same industry their satisfaction levels and 
effectiveness differs. The conditions and 
environment of all the four organizations of 
telecommunication industry are also different. 
This justifies selecting different organization 
from different sector of telecommunication 
industry. Regression analysis between 
organizational climate and job satisfaction 
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points out that standard and support are the most 
important factor of organizational climate in 
relation with job satisfaction.7 
Nihat Kaya, Erdogan Koc and Demet Topcu 
(2010) study explored the influence of human 
resource management (HRM) activities and 
organizational climate on job satisfaction in 
Turkish banks. The data was collected through 
interviews from 346 employees from 19 banks 
operating in Turkey. Six factors relating to 
organizational climate were examined, from the 
view point of their influence on job satisfaction. 
Factors were: (i) support for innovation; (ii) 
managerial competence and consistency; (iii) 
workload pressure; (iv) cohesion; (v) 
organizational boundaries; and (vi) 
organizational ethics. Many research studies 
show that there is a significant relationship 
between organizational climate and job 
satisfaction, although job satisfaction may be a 
function of several factors. Some of these 
factors relate to job characteristics (Hackman 
and Oldham 1975), culture, environment, and 
organizational climate (Litwin and Stringer 
1968). Organizational climate sets the 
framework for employee satisfaction (Schneider 
1990) which in turn results in job satisfaction 
(Jackofsky and Slocum 1988; Reichers and 
Schneider 1990).  
Findings of the study showed that a positive 
relationship exists between HRM activities and 
organizational climate. In addition, all HRM 
activities appear to have correlations with 
organizational climate elements. These 
correlations support earlier research on the 
relationship between climate and job 
satisfaction. Correlations among the indicators 
of HR activities and the indicators of climate 
have been high. The findings showed that 
managerial competence and consistency, 
workload pressure, organizational boundaries, 
organizational ethics, and cohesion as the 
components of organizational climate have an 
important influence on job satisfaction. 
Therefore this study showed how HR managers 
may benefit from implementing HRM activities 
together with improving the organizational 
climate in the bank. It is believed that a positive 
organization climate will remove barriers to 
employee satisfaction. It is believed that a 
positive organization climate will remove 
barriers to employee satisfaction. Thus it 
showed how organizational climate in particular 
makes a significant contribution to job 
satisfaction. 8 
Research Methodology 
The research methodology of the study is as 
under: 
Objectives of the study  
The objective of this research study: 
1. To study the influence of demographic 
factors of the respondents on job 
satisfaction relating to Organizational 
Design. 
2. To study the influence of demographic 
factors of the respondents on job 
satisfaction relating to Co-worker 
Relations. 
3. To study the influence of demographic 
factors of the respondents on job 
satisfaction relating to Culture/work 
Environment.  
4. To study the influence of demographic 
factors of the respondents on job 
satisfaction relating to Immediate Boss.  
5. To study the influence of demographic 
factors of the respondents on job 
satisfaction relating to Communication. 
6. To study the influence of demographic 
factors of the respondents on job 
satisfaction relating to Compensation.  
Hypothesis of the study  
Hypothesis: 
HO1: There is no association between 
qualification and employee job satisfaction.  
HO2: There is no association between gender 
and employee job satisfaction.  
HO3: There is no significant relationship 
between designation and employee job 
 satisfaction.  
HO4: There is no significant relationship 
between length of service and employee 
 satisfaction.   
HO5:  There is no significant relationship 
between age and employee job satisfaction.  
H06:  There is no significant relationship 
between work environment and co-worker 
 relations.   
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HO7:  There is no significant relationship 
between Work Environment and Organizational 
 design. 
HO8: There is no significant relationship 
between communication and co worker 
 relationship   
Research Instrument  
In this study five point Likert scale ranging from 
1 with highly dissatisfied to 5 with highly 
satisfied is used. Various dimensions of 
Organizational climate include Organization 
Design, Co-worker Relations, Culture/work 
Environment, Immediate Boss, Communication 
and Compensation. Organization Design was 
measured using three items, co-worker relations 
was measured using three items, culture/work 
environment was measured using eleven items, 
immediate boss was measured using three items, 
communication was measured using two items 
and compensation was measured using two 
items.    
Research Design  
The study is based on descriptive research 
design.  
Methods of Data Collection 
Secondary Data  
Secondary data are collected from journal and 
books. 
Primary Data 
A structured non disguised questionnaire is 
framed to collect primary data from respondents 
to know the impact of organizational climate on 
job satisfaction level of employees. 
Questionnaire contains demographic data of the 
respondents and statements used to measure 
Organizational climate.   
Sampling Decisions  
Population: Employees of Selected branches of 
State Bank of India Gujarat.  
Sampling Unit: Male and female employees of 
selected branches of State Bank of India   
Sample Size: Primary data was collected 
through questionnaire from 100 respondents 
which were employees of State Bank of India. 
The bank has 138 branches in Vadodara district. 
Sampling Method: Convenience sampling 
method is used to collect the data. 
Tools used for data analysis: Data was 
analysed with the help of IBM SPSS version 22.  
Limitations of the study: Due to time and 
financial constraint, the sample size has been 
restricted to 100 respondents selected on 
convenience based. The results cannot be 
generalized.  
DATA ANALYSIS AND 
INTERPRETATIONS: 
Demographic profile of the respondents 
The demographic profile of the respondents is 
summarized as under. 




 Frequency  Percent  
Male 67 67 
Female  33 33 




Below 25 yrs - - 
25-50 yrs 58 58.0 
Above 50 yrs 42 42.0 
Total  100 100.0 
 
Marital Status 
Married 89 89.0 
Unmarried 8 8.0 
Others  3 3.0 




Undergraduate - - 
Graduate 54 54.0 
Post Graduate 42 42.0 
Others 4 4.0 
Total  100 100.0 
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Designation  
Officer 46 46 
Clerk  54 54 
Total  100 100.0 
 
 
Length of Service  
Less than 5 yrs 32 32.0 
5-10 yrs 20 20.0 
10-15 yrs - - 
More than 15 yrs 48 48.0 
Total  100 100.0 
 
Various dimensions listed below have been 
rated with the help of statements related to 
dimensions. The Likert 5 point scale with 5 as 
highly satisfied, 4 satisfied, 3 neutral ,2 
dissatisfied and 1 highly dissatisfied has been 
used . The analysis of collected data gives the 
mean values of various dimensions as under: 
Dimensions Mean Values 
Organizational Design 4.01 
Co-worker Relations 3.56 
Culture/work Environment 3.85 
Immediate Boss 4.10 
Communication 4.06 
Compensation  3.88 
Overall  3.91 
 
Organizational Design dimension has been 
evaluated with 3 statements having information 
pertaining to clarity about organizational goals 
and objectives, existence of reporting structure 
and clarity of roles and responsibility with the 
group. The analysis of data shows mean value to 
be 4.01 which falls in scale of 4-5 indicating 
that employees are highly satisfied with 
organizational Design. 
Co-worker relation dimension has been also 
evaluated with 3 statements having information 
pertaining to knowledge and information 
sharing in a group across the organization,
    
Testing of Hypothesis:  
The hypotheses related to study are tested using IBM SPSS version 22.  
Hypothesis Independent  Dependent  P  
Value 
Decision  
HO1:There is no association between 
qualification and employee job satisfaction 




HO2: There is no association between 
gender and employee job satisfaction 




HO3: There is no significant relationship 
between designation and employee job 
satisfaction. 




HO4: There is no significant relationship 








HO5: There is no significant relationship 
between age and employee job 
Age  Employee  
Job 
.000 Reject 
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satisfaction. Satisfaction  
HO6: There is no significant relationship 
between work environment and co-worker 






HO7: There is no significant relationship 







HO8: There is no significant relationship 
between communication and co worker 
relationship. 




HO1: There is no association between 
qualification and employee job satisfaction. The 
p value is 0.561, thus the null hypothesis is 
accepted and it is concluded that there is no 
association between qualification and employee 
job satisfaction. Employee job satisfaction level 
does vary with qualification. Employees 
irrespective of qualification may have same 
level of job satisfaction.       
HO2: There is no association between gender 
and employee job satisfaction. The p value is 
0.633, thus the null hypothesis is accepted and it 
is concluded that there is no association between 
gender and employee job satisfaction. Thus it 
means that males and females may or may not 
have same level of job satisfaction. It means 
level of job satisfaction of employees vary with 
gender.     
HO3: There is no significant relationship 
between designation and employee job 
satisfaction. The p value is 0.440, thus the null 
hypothesis is accepted and it is concluded that 
there is no association between designation and 
employee job satisfaction. Employees at higher 
position/ designation would have more 
responsibility and wide span of control which 
may be the reason for less job satisfaction. 
HO4: There is no significant relationship 
between length of service and employee 
satisfaction. The p value is 0.000, thus the null 
hypothesis is rejected and it is concluded that 
there is association between length of service 
and employee job satisfaction. The new/ fresh 
recruits may find the climate of the organization 
new and takes time to get adjust with it so that 
could also result into less job satisfaction among 
them. But with the increase in the length of 
service job satisfaction will increase.    
HO5: There is no significant relationship 
between age and employee job satisfaction. The 
p value is 0.000, thus the null hypothesis is 
rejected and it is concluded that there is 
association between age and employee job 
satisfaction. Young and new employees may 
have low job satisfaction because of their 
different perspectives about job, comparison 
between their jobs and their friend job, career. 
Whereas the experienced and older employees 
may have higher job satisfaction as they are well 
acquainted with organizational procedure, 
policy and climate.  
HO6: There is no significant relationship 
between work environment and co-worker 
relations. The p value is 0.000, thus the null 
hypothesis is rejected and it is concluded that 
there is significant relationship between work 
environment and co-worker relations. Better 
work environment leads to higher job 
satisfaction among employees. When employees 
are comfortable with their co-worker their 
relations improves which again enhance their 
job satisfaction.    
HO7: There is no significant relationship 
between Work Environment and Organizational 
design. The p value is 0.000, thus the null 
hypothesis is rejected and it is concluded that 
there is significant relationship between work 
environment and Organizational design. When 
employees are clear with the organizational 
mission, vision, purpose, goals and objectives, 
their reporting structure and also with their roles 
and responsibilities their job satisfaction is high 
and vice versa.   
HO8: There is no significant relationship 
between communication and co worker 
relationship. The p value is 0.002, thus the null 
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hypothesis is rejected and it is concluded that 
there is significant relationship between 
communication and co worker relationship. 
Communication is one of the important factors 
to improve organizational climate. So when 
communication is effective, unambiguous and 
proper job satisfaction among employees 
enhances.   
Suggestions: 
The study shows that organizational climate 
affects the job satisfaction level of employees. 
The overall mean value of various dimensions 
of organizational climate is 3.91. The mean 
value of dimensions co-worker relation, 
culture/work environment, and of compensation 
is 3.56 3.85, 3.88 respectively which is lower 
than the overall mean value. While the mean 
value of Organizational design, immediate boss, 
communication is 4.01, 4.10, 4.06 respectively 
this is higher than the overall mean value. Hence 
the organization needs to make efforts to 
improve co-worker relations, culture/work 
environment and compensation. Steps taken in 
this direction would help the organization to 
improve the satisfaction level of employees. The 
employees are satisfied with other dimensions 
still organization can take actions to further 
enhance their satisfaction level.  
Conclusions: 
Organizational climate is a key to success for 
any organization. It determines the behaviour 
and attitude of employees towards their job. So 
every organization should put efforts to build 
proper climate and put the efforts for its 
continuous improvement. Organization climate 
affects the job satisfaction of employees through 
its various dimensions. The study conducted 
concludes that the satisfaction of employees 
towards co-worker relation, work environment 
and compensation is low. Thus organization has 
to take steps to improve on these dimensions.
    
  References: 
1. https://en.wikipedia.org/wiki/State_Bank_of_India 
2. Fatemeh Asadi (2015), Examine the Relationship Between Organizational Climate and Job Satisfaction 
among Teachers of Education Department of Tehran, the City of Qods, Indian Journal of Fundamental 
and Applied Life Sciences, Volume 5, 3215-3224. 
3. Mr. P. Siva Kumar and Dr. R. Kannappa (2014), A Study on Organizational Climate and its impact on 
Job Satisfaction of Doctors in the Multi- speciality Private Hospitals in Coimbatore, Indian Journal of 
Research PARIPEX, Volume 3, Issue 7,  1-4.  
4. Jeevan Jyoti (2013), Impact of Organizational climate on Job Satisfaction, Job Commitment and 
Intention to leave: An Empirical Model, Journal of Business Theory and Practice, Volume 1, Issue 1, 66-
82.     
5. John Schulz (2013), The impact of role conflict, role ambiguity and organizational climate on the job 
satisfaction of academic staff in research-intensive universities in the UK, Higher Education Research & 
Development, Volume 32, Issue 3, 464–478. 
6. Niaz, Minhoon, Falah-ud-Din Butt (2012), A Comparative Study of Organizational Climate and Job 
Satisfaction in Public, Private and Foreign Banks, Asian Social Science, Volume 8, Issue 4, 259-265.  
7. Reecha Ranjan Singh, Amit Chauhan, Sangeeta Agrawal , Saurabh Kapoor(2011), Impact of 
Organizational climate on Job Satisfaction – A comparative study, International Journal of Computer 
Science and Management Studies, Volume 11, Issue 2, 9-18.       
8. Nihat Kaya, Erdogan Koc and Demet Topcu (2010), An Exploratory analysis of the influence of human 
resource management activities and organizational climate on job satisfaction in Turkish banks, The 
International Journal of Human Resource Management, Volume 21, Issue 11, 2031-2051.     
 
 
 
 
